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ABSTRACT
Creativity is often defined as developing ideas about products, services,
practices, or procedures that are new and potentially of value to departments
or organizations. Creative behavior is considered vital because it can be
conceptualized as necessary for creative results. The purpose of this study
was to examine the effect of Leader Creative Behavior on Organizational
Creativity through Work Climate and Knowledge Sharing in the furniture
industry in Indonesia. In previous studies, it has been stated that Leader
Creative Behavior does not have a significant influence on Organizational
Creativity. Therefore, this study examines the effect of Leader Creative
Behavior on Organizational Creativity by using Work Climate mediation and
Knowledge Sharing as a novelty. The research method used in this study is
quantitative. Data analysis techniques in this study using the Partial Least
Square (PLS) method in fifty furniture industries in Indonesia. The results
showed that the Creative Behavior Leader had a significant influence on
Organizational Creativity through Work Climate and Knowledge Sharing.
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Climate, dan Knowledge Sharing.
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INTRODUCTION
In this modern era, according to Amabile (1996),
creativity is often defined as the development of ideas
about products, services, practices, or procedures that
are new and potentially of value to departments or
organizations. Creative behavior is considered important
because it can be conceptualized as necessary for creative
results. In this research, creativity as a result and
behavior is measured. Creativity can be learned at the
individual level, as well as at the team or organization
level. According to Woodman et al., (1993),
organizational level creativity is defined as the creation of
new products, services, ideas, procedures, or processes
that are valuable and beneficial to individuals who work
together. Thus, the level of organizational creativity
results from the behavior of individual members and
social interactions between group members that can
hinder or enhance creative outcomes. Several studies
have discussed the possible relationship between
leadership behavior and creativity at both the employee
and organizational level (Mumford et al., 2002; Shalley et
al., 2004). For example, Wang et al. (2010) found that
leader support for ideas was positively related to
employee creativity. The existence of positive and
negative relationships between the creative behavior of
leaders and organizational creativity. There is evidence
that certain leader behaviors encourage and inhibit. Not
many people know about why some leaders naturally
exhibit open behaviors that facilitate creativity while
others don't.
Personality is an important foundation of leader behavior.
Barron and Harrington (1981) argue that leaders with
creative and open personalities also influence creativity
in their organizations. Therefore, this research seeks
inspiration from the study of the relationship between an
individual's personality and his level of creativity.
According to Gough (1979), creative leaders tend to be
open to new and unconventional experiences. They are
also confident, compelled, ambitious, dominant, and
impulsive. According to McCrae and Costa (1997),
individuals who are high in openness will value ideas and
imaginations that are unusual, curious, and broad-
minded, and as a variety of experiences. Conversely,
individuals who are low on openness will be more
conventional, have traditional interests and prefer clear
thinking rather than new and ambiguous ones, and prefer
familiarity over novelty.
On the other hand, George and Zhou (2001) and Zhou
(2003) concluded that close supervision by the group
leader was negatively related to employee creativity.
Zhou's findings are reflected in a study in which an
employee has an internal belief that he can confidently
perform with superior creativity. According to Gist and
Mithcell (1992), some researchers also stated that when
employees are placed in creative activities, a high level of
individual creativity can help them find solutions to
problems. Ibrahim, Isa, and Shahbudin (2016) state that
when superiors provide an atmosphere of supportive
creativity, the mood will be positively related to
employee creativity. A positive mood increases
confidence and different thoughts and contributes to
creativity when working in an organization. A positive
mood can be created, one of which is the support of
supervisors who add to the feelings and positive energy
in an organization. Therefore, the quality of the
relationship between leaders and subordinates also
influences the creative performance of employees.
Besides, they can show attraction and enthusiasm to have
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other ideas to promote further creativity efforts.
Therefore, the role of creative leaders is needed among
leaders who will also have an important impact on the
level of Organizational Creativity. From this, it can be said
that there is a positive relationship between Leader
Creative Behavior and Organizational Creativity.
According to Shalley and Perry-Smith (2001), Leaders
can be seen as role models, will make their subordinates
often imitate their leaders, or at least be inspired by how
leaders think and act. In this way, Creative Behavior
Leaders, such as personality and creative abilities, can
influence Organizational Creativity both directly and
indirectly. Leaders can directly influence Organizational
Creativity through their behavior, personality, and
cognitive style with new ideas and suggestions.
According to Jaussi and Dionne (2003), Organizational
Creativity is not always influenced by Leader Creative
Behavior. Most empirical studies have found that
Organizational Creativity in transformational leadership
has higher creative performance and does its work
without the influence of their leaders. This finding has
been found in the experimental studies of Jung (2001),
Jung and Avolio (2000) and field studies Gumusluoglu
and Ilsev (2009), Shin and Zhou (2003), which revealed
that employees could work alone and have their work
initiatives, without the need waiting for an order from the
leader. Thus, Organizational Creativity that is created in a
company is not always influenced by the Creative
Behavior Leader. So, from the findings above, it can be
concluded that there was a Research Gap.
Therefore, this study discusses the Research Gap
adjustment by examining the direct relationship between
Leader Creative Behavior and Organizational Creativity,
and the possible mediating effects of Work Climate and
Knowledge Sharing as a novelty. According to Schwepker
and Hartline (2005), in an industry with rapidly changing
trends and strong preferences and competition, more and
more businesses have focused on organizational factors
to stay competitive. One such organizational factor is
Work Climate. Work Climate is very important in building
long-term relationships with customers. This study is
important to deepen our understanding of the effects of a
Work Climate with the organization and commitment in
an organization that its employees share about what is
important in the organization and support each other in
the organization. According to House & Aditya (1997),
leaders play an important role in managing Knowledge
Sharing in organizations. This study found how leaders
grow Knowledge in organizations. According to Foss &
Pederson (2002), to get effective results and gain
competitive advantage, Knowledge Sharing is critical in
organizations. Brown & Duguid (1991) say in this case,
staff skills, selection for expertise, training for Knowledge
is not enough. However, it should consider sharing
expertise and Knowledge Sharing with others in need.
Knowledge Sharing within, across teams, and among
employees enables organizations to develop and use
knowledge-based resources.
How important is the influence of the creativity of a
leader with his subordinate organizations, one of them is
through Work Climate in the organization and Knowledge
Sharing directly between leaders and subordinates? This
method is expected to be able to create opportunities for
the success of corporate organizations through ideas and
innovations carried out by the business leaders of the
business. With the creativity possessed by a leader, it is
expected that a leader can determine what business
strategies need to be implemented, one of which is
through the work climate and Knowledge sharing to
compete with other companies in the era of competitive
global competition like today. According to Schwepker
and Hartline (2005), In an industry characterized by
rapidly changing trends and strong preferences and
competition, more and more businesses have focused on
organizational factors to stay competitive. Schwepker and
Hartline (2005) say that one such organizational factor is
Work Climate. Work Climate is very important in building
long-term relationships with customers. This study is
important to deepen our understanding of the effects of a
Work Climate with the organization and commitment in
an organization that its employees share about what is
important in the organization, gain experience in their
work, do good and support each other in their
organizations. Effect of Work Climate on Organizational
Creativity can be explained through statements of
Ibrahim, Isa, and Shahbudin (2016), which states that
when superiors provide an atmosphere of supportive
creativity, the mood will be positively related to
employee creativity. A positive mood increases
confidence and different thoughts and contributes to
creativity when working in an organization. A positive
mood can be created, one of which is the support of
leaders who add to the spirit of cooperation and a good
Work Climate in an organization. A good work climate
will make its employees always have positive energy.
Positive moods can affect employee creative performance.
Also, they can show attraction and enthusiasm to have
other ideas to promote further creativity efforts.
Therefore, a good Work Climate will also have an
important impact on the level of organizational creativity.
From this, it can be said that there is a positive
relationship between Work Climate and organizational
creativity.
As identified by Witherspoon, Bergner, Cockrell, and
Stone (2013), Knowledge Sharing is an activity of sharing
Knowledge for organizational success and is adopted as a
survival strategy. According to Crossan, Lane, and White
(1999), Knowledge Sharing can be defined as the transfer
of Knowledge among individuals, groups, teams,
departments, and organizations. Knowledge sharing
between individuals is the process by which Knowledge
possessed by someone is converted into a form that can
be understood, absorbed, and used by other individuals.
The use of the term sharing implies that the process of
presenting individual Knowledge in that form can be used
by others involving several conscious actions on the part
of individuals who have Knowledge. According to Crossan,
Lane, and White (1999), the Creative Behavior Leader
will naturally have an open attitude towards his
subordinates and share Knowledge among individuals,
groups, teams, departments, and organizations through
Knowledge sharing. If an organization often "shares" a lot
of Knowledge, it will make its members connect and have
high creativity. So that there is a good relationship
between Knowledge Sharing with Organizational
Creativity.
This research is useful to examine the role of Leader
Creative Behavior as a predictor of Organizational
Creativity. Creative leaders will provide creativity
directly as a model and inspiration for their followers.
This research was conducted in the furniture industry in
Indonesia. The number of production activities will
certainly have their problems in various sectors. This is
because many employees have different characteristics,
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and this study aims to determine how much the level of
influence of the Leader Creative Behavior on
Organizational Creativity through Work Climate and
Knowledge Sharing between leaders and subordinates.
Among them is the influence of the Creative Behavior
Leader who creates product innovations and new
provisions that train the creativity of its employees, Work
Climate between the owner and the head of production
and production labor so that production can be carried
out, the relations between the production workers and
sewing workers, the owner's relationship with the driver,
to the relationship Owner Knowledge Sharing with
Salesmen (Marketing) in marketing products so that the
company can progress and develop.
LITERATURE REVIEW
Leader Creative Behavior
According to Gough (1979), Leader Creative Behavior is
the attitude of a leader who tends to be open to new and
unconventional experiences. The Creative Behavior
Leader is also confident, motivated, ambitious, dominant,
and impulsive. According to Hunter and Cushenbery
(2011), a Leader is a factor that is considered essential to
promote creativity in organizations. According to
Anderson et al. (2014), Leader Creative Behavior is the
thought of a leader to influence creativity by facilitating
original thinking and new ideas.
According to Zhang & Bartol (2010), Encouragement for
the Leader of Creative Behavior (also referred to as
Creative Leader Behavior) relates to the actions of
leaders who draw employee attention about the
importance of being creative and helping employees
maintain their creativity goals. According to Amabile
(1996), Factors that influence Leader Creative Behavior
include:
1. Leadership and work climate that gives rise to
creativity.
The results of various studies indicate that the work
climate is characterized by team member support,
interpersonal safety, shared goals, and the exchange of
viewpoints for creativity.
2. Creative and innovative team climate.
Namely marked with clear goals and give direction to
members. Besides, the social environment is also needed
to have team members with new ideas. The creative
performance also requires group members to reflect on
their tasks, goals, strategies critically.
Previous research from Gough (1979), several indicators
discuss Leader Creative Behavior. The measurement
indicators are as follows:
1. Leaders are open to new and unconventional
experiences
2. The leader is willing to accept opinions or input from
others
3. Leaders feel confident and think positive
4. The leader feels compelled to something new and
ambitious
5. Leaders feel dominant and impulsive about something.
Organizational Creativity
Woodman, Sawyer, and Griffin (1993) try to develop the
theory of Organizational Creativity, meaning that it
reflects a creative understanding of the organization,
which functions as a favorable environment for
individuals or group creativity. According to Drazin,
Glynn, and Kazanjian (1999), Organizational Creativity is
an attempt to conceptualize organizational creativity as a
multilevel phenomenon and as an essential step towards
the study of processes. And we include the statement of
Hargadon and Bechky (2006), conceptualizing
Organizational Creativity as a moment of creativity that
tends to arise accidentally and makes interaction in the
organization.
According to Amabile (1988, 1996), Organizational
Creativity focuses on perceptions of the work
environment between individuals that affect performance
on Organizational Creativity. Based on this model,
Amabile identified indicators
1. Employees feel encouraged and supported by the
organization
2. Employees get the encouragement of supervision from
the organization
3. Employees have workgroup support
4. Freedom of opinion in the organization
5. Employees have received adequate resources in my
organization
6. Employees get work challenges in the organization
Work Climate
According to Reichers & Schneider (1990), Work Climate
can be seen as a shared perception of everything around
here related to the principles, values, and norms that
underlie an organization. Pleasant Work Climate
increases employee motivation, which has a substantial
impact on work people and performance. According to
Clegg (2001), a pleasant Work Climate provides social
support, shared goals, and instruments to deal with stress
that will lead to higher job satisfaction.
According to Schaufeli & Bakker (2004), Work Climate is
used to predict professional commitment and work value
orientation that can increase employee commitment to
their work. According to Anderson and West, 1998;
Hulshegeretal., 2009; OldhamandCummings, 1996;
Woodman et al., 1993, the results of various studies
indicate that several indicators include:
1. Employees feel they have the support of teammembers
2. For Employees, Interpersonal safety, such as mutual
understanding and mutual influence with each other is
essential.
3. Employees feel they have set common goals in the
Organization
4. For Employees, the exchange of viewpoints is
significant for the occurrence of creativity
Knowledge Sharing
According to Lu, Leung, and Koch (2006), Knowledge
Sharing is a discussion and exchange of Knowledge using
different channels that have a leader efficiency in
providing atmosphere, encouragement, and appreciation
to employees.
According to House & Aditya (1997), leaders play an
essential role in managing Knowledge Sharing in
organizations. Monetary awards and recognition of
creative leadership encourage Knowledge Sharing in
organizations. According to Foss & Pederson (2002), in a
dynamic economy and gaining a competitive advantage,
Knowledge Sharing is vital in organizations.
According to Cabrera & Cabrera (2005), there are several
measurement indicators, including:
1. Employees feel Knowledge Sharing through sharing
opinions within the Organization.
2. Employees feel Knowledge Sharing through sharing
ideas across teams in the company can have a positive
impact.
3. Employees feel Knowledge Sharing through exchanging
opinions among employees, which enables the
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organization to exploit and use knowledge-based
resources.
Relationship between the Creative Behavior Leader
and Organizational Creativity
Shalley et al. (2004), stated several studies had discussed
the possible relationship between leadership behavior
and creativity at both the employee and organizational
level. For example, Wang et al. (2010) found that leader
support for ideas was positively related to employee
creativity, and Zhang and Bartol (2010) concluded that
leadership empowerment was crucial for employee
creativity.
On the other hand, George and Zhou (2001) and Zhou
(2003) concluded that the Leader Behavior Creative
behavior is characterized by charisma, inspirational
motivation, and intellectual stimulation related to
employee creativity. Also, the quality of the relationship
between leaders and subordinates must influence the
creative performance of employees.
Supportive, inspirational, and uncontrolled leadership
(Leader Creative Behavior) increases employee creativity.
In addition to supportive leadership behaviors, leaders
who directly expose their creativity among their
employees will inspire their employees and, in that way,
can increase creativity in their organizations. Thus, the
mindset of leaders, preferences, work standards and
creative activities can facilitate the mastery of followers'
skills and work strategies that can enhance their
creativity.
Several studies have supported such ideas. Tierney et al.
(1999) found that a leader's creative problem-solving
skills were positively related to the creative performance
of group members. This finding is reflected in a
qualitative study in which the capacity of the Leader
Creative Behavior and technical skills are related to
innovation in research and development laboratories.
Based on this theory and limited evidence, it is concluded
that the Creative Behavior Leader promotes creativity in
their organizations.
H1: Leader Creative Behavior has a positive effect on
Organizational Creativity.
Relationship between the Leader Creative Behavior
andWork Climate
According to Hulshegeretal (2009), the results of various
studies show that Work Climate, which is characterized
by team members' support, interpersonal safety, shared
goals, and exchange point of view, is very important for
creativity to occur. According to the West (1990) model,
creative and innovative Work Climate is demonstrated
with clear and shared goals that provide focus and
direction for the energy of its members. The creative
performance also requires group members to critically
reflect on their tasks, goals, strategies, and processes.
Empirical studies have suggested that leader behavior,
such as leader clarity (West et al., 2003) and
participatory leadership (Somech, 2006), are positively
related to creative Work Climate, which in turn fosters
actual creativity or innovation.
According to Somech (2006), Leader Creative Behavior
has a positive effect on Organizational Creativity by
promoting creative Work Climate. The enthusiasm of
leaders who are creative and open to ways of thinking
and playing new ideas can be transferred to the work
environment so that the supporting climate is maintained.
Furthermore, by presenting "strange" and original ideas,
creative and open leaders can promote a high tolerance
environment for offering various types of thoughts.
According to West et al. (2003), Besides, clarity of leaders
is also needed in addressing openness to the ideas and
suggestions of others. In this way, they can develop a
bright climate characterized by a strong task orientation.
High tolerance of views can also bring an open
environment. Ultimately, it can promote the development
of shared goals that employees consider essential and
stimulate and make them want to work on creative
solutions.
H2: Leader Creative Behavior has a positive effect on
Work Climate.
Relationship between the Leader Creative Behavior
and Knowledge Sharing
Leaders play an essential role in managing an
organization's Knowledge Sharing. Liao's study (2008)
states that employee perceptions and manager's
expertise to behave in Knowledge Sharing with
employees is positively related. In the process of
coordination, the leader Behavior Creative Behavior will
be the most effective leadership style. Hence, managers
work with employees to set specific rewards, goals, and
assignments by coordinating support from leaders and
employees.
When a reward system is introduced to encourage
employees for Knowledge Sharing in several
organizations, the behavior of the Leader Creative
Behavior will be a system that allows Knowledge Sharing
and information to be shared efficiently throughout the
organization.
As the study of Lu, Leung, and Koch (2006) states that
Leader Creative Behavior significantly influences the
choice, motivation, and ability of Knowledge Sharing.
Knowledge Sharing explains the discussion and exchange
of Knowledge by using different channels that have a
leader efficiency in providing atmosphere and
encouragement and appreciation to employees. The
structure and system that facilitates Knowledge Sharing
between employees and leaders can be hypothesized as
follows.
H3: Leader Creative Behavior has a positive effect on
Knowledge Sharing.
Relationship between Work Climate and
Organizational Creativity
According to Amabile (1996), the results of various
studies indicate that Work Climate, which is
characterized by team member support, interpersonal
safety, shared goals, and exchange of viewpoints, is very
important for Organizational Creativity to occur.
According to Mathisen and Einarsen (2004), emerging
research shows that Work Climate plays an essential role
in the process through which leadership influences
Organizational Creativity. Thus, Work Climate can have a
substantial impact on employee creativity with its effect
on Organizational Creativity where employees work.
H4: Work Climate has a positive effect on Organizational
Creativity.
Relationship of Knowledge Sharing with
Organizational Creativity
The Tierney, Farmer, and Graen (1999) study state that
creativity channeled through Knowledge Sharing
between leaders and follower correlates. According to
Redmond et al. (1993), The creativity performance of
followers will be high when leaders contribute to feelings
of self-efficacy and problem development. The study of
Stembert and Lubart (1999) states that Knowledge
Sharing supports creativity. Knowledge Sharing is
considered as an information medium that enhances
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decision making, learning, human performance at work,
and problem-solving. Afuah (1998) also states that
creativity and innovation require Knowledge gained
through Knowledge Sharing. The study of Woodman et al.
(1993) concluded that in addition to cognitive
preferences and personality, relevant Knowledge is also
essential for the Organizational Creativity process. Based
on this, the following hypotheses can be drawn.
H5: Knowledge Sharing has a positive effect on
Organizational Creativity.
Relationship between the Leader Creative Behavior
and Organizational Creativity throughWork Climate
According to Amabile (1996), various studies show Work
Climate, which is characterized by team member support,
interpersonal safety, shared goals, and exchange of
viewpoints, is very important in the occurrence of
Organizational Creativity. According to the West (1990)
model, Work Climate is creative and innovative, which is
characterized by clear goals and shared to provide focus
and direction to the energy of members. Also, the social
environment is considered safe to have team members
who offer new ideas without fear of criticism. The
creative performance also requires group members to
reflect on their tasks, goals, strategies, and processes
critically.
According to Mathisen and Einarsen (2004), emerging
research shows that Work Climate plays a vital role in the
process through which leadership influences
Organizational Creativity. As such, leaders can have a
substantial impact on employee creativity with its
influence on Work Climate, where employees work. For
example, the Amabile (1988) creativity model that
proposes leader behavior contributes to Work Climate
through mediation relationships, where leaders influence
their followers on creativity. While several studies have
examined the effect of specific leadership behaviors in
building Work Climate that promotes creativity, there is a
lack of studies that determine how a leader's creative
behavior and personality can produce creative Work
Climate. Perhaps, creative leaders have a positive effect
on Organizational Creativity by promoting creative Work
Climate.
H6: Leader Creative Behavior has a positively effect
Organizational Creativity through Work Climate.
Relationship between the Leader Creative Behavior
and Organizational Creativity through Knowledge
Sharing
Liao's study (2008) states that employee perceptions and
manager's expertise to behave through Knowledge
Sharing with employees is positively related. In the
process of coordination, the leader Behavior Creative
Behavior will be the most effective leadership style.
Hence, managers work with employees to set specific
rewards, goals, and assignments by coordinating support
from leaders and employees. Thus, Afuah (1998), states
that creativity and innovation require new Knowledge
gained through Knowledge Sharing. Woodman et al.
(1993) also concluded that in addition to cognitive
preferences and personality, relevant Knowledge is also
crucial for the Organizational Creativity process, one of
which is through Knowledge Sharing. Therefore, based on
this, the following hypotheses are concluded;
H7: Leader Creative Behavior has a positive effect on
Organizational Creativity through Knowledge Sharing.
RESEARCHMETHOD ANDMEASUREMENT
This research uses quantitative research with the method
used is based on surveys. According to Neuman (2013, p.
49), survey-based research is a quantitative research
method that will be asked to many people and their
answer data will be stored. Data questions and answers
will usually be stored in the form of questionnaires and
questionnaires. In research using this survey method,
variables will be measured using items. Then the results
of the answers to these research questions will be stored
and tested simultaneously (Neuman, 2013 p. 319). The
population of this study is the leader of the furniture
industry in Indonesia with a sampling process using a
purposive sampling method, namely the sampling
technique using specific considerations. This study
determined that the criteria for respondents who have
been working for more than one year. Processing and
data analysis in this study using Smart PLS. for SEM Path
Analysis. Measurement of Leader Creative Behavior uses
indicators from Gough (1979), Organizational Creativity
uses indicators from Amabile (1996), Work Climate uses
indicators from Anderson and West (1998);
Hulshegeretal (2009); Oldhamand & Cummings (1996);
Woodmanet (1993), Knowledge Sharing uses indicators
from Cabrera & Cabrera (2005).
RESULTS AND DISCUSSIONS
The research model in this study can be seen in Figure 1.
Figure 1. Research Model
The validity test in this study was conducted to see the
level of accuracy between the data generated and what
happened to the research object; in this case, it can be
seen through the data collected through a questionnaire.
The validity test in this study was evaluated through two
stages, namely, by using convergent validity and
discriminant validity methods.
Testing the validity of the convergent validity method is
done by looking at the value of the Average Variance
Extracted (AVE) of each variable. According to Hair et al.
(2013), the requirement to meet convergent validity,
namely the loading value of each construct value> 0.70
and significant p <0.05. However, the constructed value
of 0.5-0.6 is still tolerated. If the AVE value of a variable
shows a number greater than 0.5, then the variable is said
to be valid. Testing the validity of each variable in this
study can be seen in table 1.
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Discriminant Validity in reflective constructs can be seen
in cross-loadings. According to Hair et al. (2013), The
requirement for cross loading to meet Discriminant
Validity is that cross loading to other constructs must be
lower than the loadings of the construct. An indicator of a
variable is said to have good discriminant validity when
the indicator can measure the variable with higher
correlations compared to other variables.
Based on the results of cross-loadings in table 2, it can be
seen that there is good discriminant validity. This is
indicated by the value of the correlation between the item
statement of the variable shows a higher value (the value
is indicated in bold) compared to the value with other
variables. Reliability test is used to show that the
questionnaire of each variable that has been made is
really good and reliable (Hair et al. (2013). In this study,
reliability testing is done by looking at the value of
composite reliability and Cronbach's alpha. The reliability
value of each the indicator is said to be good if the
composite composite value ranges between 0.6 - 0.7
(Sarstedt et al., 2017) and the Cronbach alpha value
above 0.7 (Hair et al., 2013). The composite reliability
and cronbach's alpha values ​ ​ of each variable can be
seen in table 3.
To evaluate the outer model in this study, two tests were
used, namely the validity test and the reliability test,
which can be seen in Figure 2.
Figure 2. Outer Model
Evaluation of inner models in this study can be seen in
Figure 3.
Figure 3. Inner Model
R Square
The coefficient of determination is used to assess the
number of endogenous variables, namely Organizational
Creativity (Y1), Work Climate (Z1), and Knowledge
Sharing (Z2), which can be explained by exogenous
variables, namely the Creative Leader Behavior (X1).
Usually, a good R square value range between 0 and 1
(Sarstedt et al., 2017). If the value of R square approaches
1, then there is a strong relationship. If the value of R
square approaches 0, it can be said that there is a weak
relationship. R square results in this study can be seen in
table 4.
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Path Coefficients
The path coefficients are usually between -1 and +1. If
the value approaches +1, then the relationship between
the two variables will be stronger and vice versa
(Sarstedt et al., 2017). The results of the path coefficients
in this study can be seen in table 5.
Table 5 shows that each of the exogenous variables in this
study has a path coefficient value between the numbers -
1 and +1. This indicates that the exogenous variables in
this study Leader Creative Behavior (X1) influence the
endogenous variables in this study, namely
Organizational Creativity (Y1), Work Climate (Z1), and
Knowledge Sharing (Z2).
Hypothesis testing
Hypothesis testing in this study uses the bootstrapping
method by looking at the t-statistics generated from each
relationship between variables. If the t-statistic value
shows a number> one-tailed t-table value, which is 1.645
and the value of P values ​ ​ <0.05, then Ho is rejected,
and Ha is accepted and vice versa (Hair, 2013). The
results of hypothesis testing in this study can be seen in
table 6.
Table 6. Hypothesis Testing
Table 6 shows that the relationship between Leader
Creative Behavior and Organizational Creativity is
significant. This is indicated by the t-statistic value of
3.254> 1.645 and the P-value of 0.001 <0.05. The value of
the original sample shows a positive relationship of
36.2%. This indicates that the Leader Creative Behavior
variable influences 36.2% of the Organizational Creativity
variable in this study. Thus, the H1 hypothesis, namely
Leader Creative Behavior, has a positive effect on
Organizational Creativity is accepted. Based on the theory
of Shalley et al. (2004), stated several studies had
discussed the possible relationship between leadership
behavior and creativity at both the employee or
organizational level. Ibrahim, Isa, and Shahbudin (2016)
state that when superiors provide an atmosphere of
supportive creativity, the mood will be positively related
to employee creativity. They explained that negative
attitudes encourage the identification of problems and
dissatisfaction with the current situation that promotes
the creation of opportunities. A positive mood increases
confidence and different thoughts and contributes to
creativity when working in an organization. For example,
Wang et al. (2010) found that leader support for ideas
was positively related to employee creativity, and Zhang
and Bartol (2010) concluded that leadership
empowerment is essential for employee creativity.
The relationship between the Creative Behavior Leader
and Work Climate is significant. This is indicated by the t-
statistic value of 6.052> 1.645 and the P-value of 0.000
<0.05. The value of the original sample shows a positive
relationship of 61.6%. This indicates that the Leader
Creative Behavior variable influences 61.6% of the Work
Climate variable in this study. Thus, the H2 hypothesis,
namely the Leader Creative Behavior, has a positive effect
on Work Climate is accepted. According to Schwepker
and Hartline (2005), in an industry with rapidly changing
trends and strong preferences and competition, more and
more businesses have focused on organizational factors
to stay competitive. One such organizational factor is
Work Climate. Work Climate is very important in building
long-term relationships with customers. According to the
West (1990) model, the creative and innovative Work
Climate is demonstrated with clear and shared goals that
provide focus and direction for the energy of its members.
The creative performance also requires group members
to reflect on their tasks, goals, strategies, and processes
critically. According to West et al. (2003), Besides, clarity
of leaders is also needed in addressing openness to the
ideas and suggestions of others. In this way, they can
develop a bright climate characterized by a strong task
orientation. High tolerance of views can also bring an
open environment. Ultimately, it can promote the
development of shared goals that employees consider
essential and stimulate and make them want to work on
creative solutions.
The relationship between the Creative Behavior Leader
and Knowledge Sharing is significant. This is indicated by
the t-statistic value of 5.381> 1.645 and the P-value of
0.000 <0.05. The value of the original sample showed a
positive relationship of 58.1%. This indicates that the
Leader Creative Behavior variable has a positive effect of
58.1% on the Knowledge Sharing variable in this study.
Thus, the H3 hypothesis, namely the Creative Behavior
Leader, has a positive impact on Knowledge Sharing, was
accepted. Leaders play an essential role in managing an
organization's Knowledge Sharing. Liao Study (2008)
states that employee perceptions and manager's
expertise to behave in Knowledge Sharing with their
employees is positively related. Like agency theory and
social exchange, the approach shows the influence and
relationship between management support and
Knowledge Sharing. In the process of coordination, the
leader Behavior Creative Behavior will be the most
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effective leadership style. Hence, managers work with
employees to set specific rewards, goals, and assignments
by coordinating support from leaders and employees. The
relationship between Work Climate and Organizational
Creativity is significant. This is indicated by the value of
the t-statistic of 4.434> 1.645 and the P-value of 0.000
<0.05. The value of the original sample shows a positive
relationship of 56.8%. This indicates that the Work
Climate variable has a positive effect of 56.8% on the
Organizational Creativity variable in this study. Thus, the
H4 hypothesis, namely Work Climate, has a positive
impact on Organizational Creativity, is accepted.
According to Schwepker and Hartline (2005), in an
industry with rapidly changing trends and strong
preferences and competition, more and more businesses
have focused on organizational factors to stay
competitive. One such organizational factor is Work
Climate. Work Climate is very important in building long-
term relationships with customers. According to
Schwepker and Hartline (2005), in an industry with
rapidly changing trends and strong preferences and
competition, more and more businesses have focused on
organizational factors to stay competitive. One such
organizational factor is Work Climate. Work Climate is
very important in building long-term relationships with
customers. The relationship between Knowledge Sharing
and Organizational Creativity is significant. This is
indicated by the value of the t-statistic of 6.866> 1.645
and the P-value of 0.000 <0.05. The value of the original
sample shows a positive relationship of 55.5%. This
indicates that the Knowledge Sharing variable has a
positive effect of 55.5% on the Organizational Creativity
variable in this study. Thus, hypothesis H5, namely
Knowledge Sharing, has a positive impact on
Organizational Creativity, is accepted. The Tierney,
Farmer, and Graen (1999) study state that creativity
channeled through Knowledge Sharing between leaders
and followers’ correlates. According to Redmond et al.
(1993), The creativity performance of followers will be
high when leaders contribute to feelings of self-efficacy
and problem development. Knowledge Sharing is
considered as an information medium that enhances
decision making, learning, human performance at work,
and problem-solving.
The relationship between Leader Creative Behavior and
Organizational Creativity through Work Climate is
significant. This is indicated by the t-statistic value of
3,811> 1,645 and the P-value of 0,000 <0.05. The value of
the original sample shows a positive relationship of
35.0%. This shows that the Leader Creative Behavior
variable has a positive effect of 35.0% on the variable
Organizational Creativity through Work Climate in this
study. Thus, hypothesis H6, namely Creative Leader
Behavior, has a positive effect on Organizational
Creativity through Work Climate, is accepted. According
to Schwepker and Hartline (2005), in an industry with
rapidly changing trends and strong preferences and
competition, more and more businesses have focused on
organizational factors to stay competitive. One such
organizational factor is Work Climate. Work Climate is
very important in building long-term relationships with
customers. Thus, it can be concluded that the Leader
Creative Behavior variable influences Organizational
Creativity through Work Climate. The relationship
between Leader Creative Behavior with Organizational
Creativity through Knowledge Sharing is significant. This
is indicated by the value of the t-statistic of 3.334> 1.645
and the P-value of 0.000 <0.05. The value of the original
sample shows a positive relationship of 33.2%. This
indicates that the Leader Creative Behavior variable has a
positive effect of 33.2% on the Organizational Creativity
variable through Knowledge Sharing in this study. Thus,
hypothesis H7, namely Creative Leader Behavior, has a
positive effect on Organizational Creativity through
Knowledge Sharing, is accepted. According to House &
Aditya (1997), leaders play an essential role in managing
Knowledge Sharing in organizations. This study found
how leaders grow Knowledge in organizations. As the
education of Lu, Leung, and Koch (2006) suggests, Leader
Creative Behavior significantly influences the choice,
motivation, and ability of Knowledge Sharing.
CONCLUSIONS
Attitudes that reflect the Leader Creative Behavior are
one of the things that are important for them in creating
the occurrence of Organizational Creativity. Also,
organizations need to increase participation and
determine their common goals to establish a positive
work climate, including mutual care and increase
Knowledge Sharing. For further research, it is expected
that new research can look for other factors that can
influence the variable Organizational Creativity because,
in this study, not yet found any factors that can form
Organizational Creativity individually per individual. For
example, Organizational Creativity can be influenced by
the level of knowledge possessed by an individual. An
individual with a low level of Knowledge tends not to
want to do creativity so that the individual's
Organizational Creativity level is low. Along with other
factors that need to be investigated in subsequent studies.
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